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This bpbfctet^ addr?e9seSv;persOTS vSib v^tiid^ iike'; i^dmation 
2it?fctt iead^sfaj^ of cemi ui ii ill . j '' 'grbi^g^^ it is. mealrt:^ to^e; read 
bblii^^liy Client commtfliity group; leaders an4*by per^is^ who, ; 
^pire to.be -leaders. ■} • • v--- ^ ... "■v:>: 

]^^erience 'in the JRiiral Educaijpioh Progr^^ reVecilid' 



tto ge- kjai^s of proi^ents or quiestions-that co^imity^g^ 
..ieidersi'feeque&tas^ " ' V':;';_ ■ ^: ' 



• ^ -;What'ii^ theji$ade^ and hd\^ do I develop my 

:dv^ style of leadership? . . " ■ . : . '1. 



• f . When is it appr-bpcriate for me to provide gtaidahce 
to the group? 



^ m . How caii tjiffectiVeiy .share leadership »axid develop 
- 'leader^hip'^^kills/ m group? 

'[?he Jnrc^se of is td p:g^vide iji . 

li siiggestiibns that rcan help you ahswezr the qtlestibhs illstisd- 
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"__ _,fhfi contents^ of the ^booklet* are organizisd into three 
>:.sectidns. Hie. first section presents Un^^ 
to. help ydti UiJaer stand roles and fianctions of group lead^- 
ship, - The second section discusses a modei that can be ' 
. xased;»^to h^p you decide v^en it is approprxSe to. provide^^^ 
* actiye. guidance tb_a ^oc^. ^e final section describes^^ 
two^\^'s of : sharing leadership: btiilding Ij^dership iii 
oth'^ group merteers, and sharing or delegating decision - - 
• : maki^' within a group. . . V ' ' , : . 



UNDERSTANOI NG LEADERSWlP / 



LEADERSHIP RGtES 



, The leadership role in a group, has many, names /*^and it 
mi^t be useful to review' soi^' of the more cciiimdn: diies here.. 

■ _: : __. . . ■ ■ ■ / ^ _ _ :■_ • ; ^_ _ ■ ■ ■. _ _ ■ * '/ ; 

* . Chai^ ergpns . ' Tfaditibhall^, , a group leader, vas! ,V 
called chairman . * Nowadays . the* term* chairperson "is widely 
" used to describe the same .roTe^. The person in this role is 
normally expected to prepare vagendas , to call meetings to 
- order > to spe to it t±tats. someone records the minutes of : : 
meetings aiid to take'-oare of ^carious otii^ details thati • 
.need attention in order that a me'eting be successful.. 'The 
role of <:haii3)(£rsdn is alsd often assdciate<i with formal * . 
'opei-ating procedures such as those proposed in Robert's- / 
Rules of Order . Most formal* procedures provide the 
chairpersoii with substantial .power, within a gfblip> and so- 
the role of cHairpersoh tends to be Viewed . is a powerful 
onei ' . - ■ 

A new role for the group leader is currently 



enjoying wide-spread gdpulari^ and use: the role df 
convener. A cdhveher's role.:is very much like a 



chairpersbh's but is less formal. Indeed^ people ^ 

i«bp haye the t^le ""^cdxperson^ractjiai^ axe^ in the convener 
: role. It is important' to separate, the two roles in order to 

jtxige which is approgri^ke in a ^iVen situation../ For 
- ^aran^le, the rbj^^ ^bb^/'e is 

^; a^rdpf iate li^eh with a very large grbup^ or with a 

: J^rouprySuc^^ specific legal. . 

xesponsibiiitiesi '^e role, of convener, is appropriate for 
groups having *up to tweSty or thix^. meribers and- for grpt^s 
that desire to be flocfi^e in their operati^ proced*ures. / * ' 

V ^ 'instead*, bf persbiiatily develc^ing ah agenda for a!, meeting/ 
as' a chai^Srsbh might db-, the convent might ask all' 32?oup 
metnbers to sxjibmit. agenda it ens. Then the convener ma^^-bui^ 
the^agenda at the meeting with the group. Sie convener often . 
tends to be "a gatekeeper, heipirig the gpoup ^jtove ithrough an . 
agenda^ raider, than ;a "pusher" who forces a group thcough. an 
agenda. While ^a chcorgersdn regarded as "th^* final*; 

arbiter in. procedural ^i^^ usually works 

with .the grbup tb| arrive at procedures acceptable to all. 

: Process^Jacilitatof^ Another n^ role Siat one is . 

• b^inniifg to see in citizeps * groT:^s is that of i^rocess 
Facilitator. This rath ei: -coinplilbated tera describes a person^ 
normally not a regular group member, whose main^role ig to 

' assist a* group in lea^ useful ways or processes for ' 
.accco^lishihg tasks and workiiig together effectively. Process 
facilitators usually are hot concerned with the particular . 

. content of a meeting ^-nbr does the. process facilitator 
usually have a stake-'^n, the putcomi 'of decisions the grotrp 
makis. His or her task is to help the groujg^make decisions 

>:wWll~not to influence the group in the directioh of a \ 

. specific decisibn. More and more frequently leadership of . 

. cdminiihity groiip>s "is carried^ out fcy a team, cohsistihg of - a 
convener and >a prbdess facilitator. • The facilitator acts as 
a kind of consultant > ccining to the group with no vested . . 
interest but. having, potentially useful resources, while the 
convener, (who is the visible group leader) ±z . a-ir%ular group ' 
mi^ib'er but wil±L rinuch _ le ss procedural . "pbi/er " tJnkii the . - 

^^traditional chairperson. . ^ . . : 



LEADERSHIP FUNCTIONS | • * 

;■ y ' . V / ■ .;. . ^ ■ . . ; 

Regardless of vSiether your leadership roie is- Sat of 
^hairpers6n, convener* or faciixtator, there are focS 
.functions -pf iead^ship which may he distinguished,^ Every 
^^ader perfbrtris each of these functions at one time- or 
==another-,^l>utidi^fer^ 

different persons. &x individual's uniq^ of the 

four fxinctiohs is his or lief le^ership style. You may 
wish to think about -^e extent to vfeich you practice each 
function^ ,Do you 'perform ea^ too little, too much? Do~ 
you perform each at appropriate times? if ^ you find you are 
dissatisfisi with your performance of one or more leadership 
functions, xou m^ find the- examples listed in the , 
descriptiLons bjBlpw helpful. ^ . " 

Directing fSindtioh^ tlfte directing function refers to 
taking charge of * vSat is going; oxr in tixe grbt^i "^e 
directing function ma;^ include such tilings as selecting the 
meeting ^pace or. ad tijwai^ proposing , and working towards an , 
outcome ^th^t ;^ in ydiir c^nibii, the grdtip shdtQ.d _wbrk , 
tpwaifds. Other directii^^iuhctions ihcluie cphfrohtihg- 
disruptive members, brii^ihg - conflicts among group members 
* into the bpeh>* and setting iidrms f or the groups such as 
speaking for oneself, def^-iiing the tasks for the group, 
outlining how tasks will /ge^- done an3 so forth i Often you 
may exercise tiiis. function' by doing things *to expand the •^ 
-norms of the grcnip^ such as bringing ill outside speakers, 
ijltrdducing the^ tpechniijue of "process observation,"*, of 
ihtrbducir^ hew roles for group menders. 

* Process observation is a technique for ftelpiiig a - 
group gather data about; the way" it operates. The technique 
is describe! in the bboKLet "Commiihity Groups: Keeping Tfiem 
Alive and* Well pp. 10-11.^ 



Car iig : Function > The carix^ function involves st^porting 
group maobers iri j*at they* are doing; Withiii the caringvL_ 
functijoiir SUC& tilings are ihcltid^ as 6f f ering encoorageniea^ 
and^ratise^ atteSiing to participants* coinfbrt 1^ providing 
breaks and refres&ents and making sure everyone iJi^ tlis :room 
knows each otiier^ i^ortance of this function' cannbt be * 

over estimated/ since human- beings «h^e a* y§^. finely tun€xL 
seixse of %^_ther others care for them or not. For :exai^ier 
nbnverb^ behavior may directly contradict our ve2^)al state- • 
meht saying that we care about the participation of others 

^TT gr on p> Thus a very im portant par t of the oaring . 

function has to do wftF"£!etting people knW^that^'whartr'tfi^: " 
are saying mattars to us^ and -Siat we ^e interested enough 
in what is being said so that we. do not interrupt, ib^ - 
. bored or behave in^tieiitly with them. ^ > ^ /• . 

Analyzing Function. . r^Wheri you intei^et^informati<jri for 
the grot^> you are perfbrmihg the analyzir^ fuiictibh. For 
example r if^our group receives hbtification f±bm a cit]^ ; 
agency that you may sdbmit a proposal to develbp a parce| > 
of land into a playgroundr you may need to mak^ siie_Sat 
group mqpibers uildersta^ it is that t±ie city requires 

vSien a proposal is submitted. Another example of t^e 
cmaiyziii^ f uhctibh- occurs ^eh ybu diiterpret data tfeat have 
been gathered by a process bbserver about the way in ^*dch 
the grocqp has been operating. * . - 

Structuring Fnnction. ^e final fxmction to be discussed, 
here, the struicturing function, concerns setting t^^j^^^^^^ 
in whick other grbi4> mei^er& are encouraged to take ii^^easing 
respons&ilit^ fbr themselves and for the group's activity^ 
Si^le stfuctur^Lng behavibr includes such things as asking 
questions andd^Jcing suggestibns tb pr<3mbte plrticipatibn in 
solving a prob^ym^^that is at hahd^. Alsb^ checking with the 
group to see if an agenda item has received enbugh^discussibh 
sb ihat it can be voted upon is a single way to engage group 

- m^nbers iii taking re^nsibilily for what "is going on. * _ 
Anbther , mbre comply example" of structuring, b^avior is ; : 

'managing, the'wbrk of task forces, iii tiie event that a group 
has fbmed several , task fbrces tb accanplish a substantial 
piece of work. - ^ . ^ • . v ' 



, It -.would ^fe ideal if it were possible to deserve v^n',-, 
and under vfeat conditions, each leadership functicSi' wer^^ ' ' • 
J - appropriate o For exaiople, one of tiie most fre<ju"4ht\gu * 
.'i. People work with -groups ^a^sk is^' "When; is; ^t ap^ • * 

to silence a disruptive g^ro%) ' member? V... answer tiiat^v - ' 

-respects' tile_.uhigueftes each .situation ig^_"When it,is-,>^'i' • 
• appropriate. " The rea^. question is, *^ow dt^^i^determine ^w^ 
it is appropriate to silence a' disruptive gr^up monber?" ' 
Appropriateness V^ies from group to group, fromjday to 'd^y 
. and from situation to situation. ■ There are'siniply ho general" "« 
- ru l es:^~ and~ mc h ~si tu afcion-must^;]:^ 



What you heed .to do is to understjahd as clearly as 
'possible ybur own leadership style, and one way you .can do : 
: this is by answering such ^estions as: What'are'my goals:, as 
. ^ a leader? What are nQr^ motives?. What kind - of .reiatiohs. do': I .)*' 
; wish to have with group'members?. What are their expectations^^ 

of me as. a leader— what .are my eatpectatiohs of thion?: 'As-you' 
* develop aiiswers -to these gues'tiohs, you will come >tb iihder-* 
stand your ov«i leadership- »st^le.." This linderstanding wxll 
give' you a basis for -fietermining how\to deal TOth disruptive' 
glro*up memfiers, as well how to deal wi-di nearly every other 
type of leadership problem* .* * 

- ' . ^> . . - -V l\ 

. The iiifortnation and suggestions *in the: next .two .sections 
\ are .deisigned to help, you develop your leaderst^ipi: style ■ in " . 
^ terms of .behavior- designed to- giiide -the , group, and behavior 
; aimed at sharing leadership.- 




GUID iMg THE GROUP • . . ^ - " 



In this, section, .a_ framework .wij.1 be .discussed that :is 
designed to* enable; you distinguish when it is -fdesirabie* to 
eiigage iri -active-, visible ieadershrpi ■ In' ii;^ 'cases, "^ou*a.re 
guiding; the 'groups ' • • , ^ " ' , . • • . 
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: ' SMeardiers have suggested that smdii groups tend to 

develop through four, identifi£Q5le stages: 

' ■ ' " -■ . ' • ■ . . . 

jm Fopdjjxg: The grbt^ begins with a i^^^ed to ^ . 
estaSlisb. the grburid rules r and-eichi^its 
. • Sfc^endence' on the group leade^cw ' ' 

. S tortaia g^ After the grpxind rules and tiie- 
leadeir have . been established , scane -^otjp • ■ 
' - TCmbei: .s cJiallehge ^ t^ both, , 

^jBt^Coaflicts amo^T^roup monbers thatT^jave^lie 
latent are .also likely- tx> stzrface~<3r if/tj 



en 



do npt/^to cause dysfunction, imrisiblyi 

- • - . ■ • < ' ■ .•,'■■*'*■_ 

Npnai n g: As the . group wot-ks through conflicts ; 
. ; of the *^StdrnuLng"; stage; ^ 

^ realistic ^ wisrldjig tiorins and to set; about its 
; . ' ; ^ 'tasks. . \ ^- - . ■ 

• Perf63c5ingi _ As\the group gets into its tasks> it 
; finds imaginative, unique^way$ to do its j_ work i 

' ' ' Mifembers trust each otl^er enough to .try iSings 

* ' out or to bff.er constihactive criticism of • 
r , - - itig^stibhs that* are clearly not. feasible 

This pattern of group development ; suggests '^t^ at . the : 
beginning of a grbup^s life^ in the "Forming" stages you I \ 
need to prep^e to be active3y and visibly In the leadership^ 
role. And you mu^t, perhaps more ' ra^- f^y"?^^? _ . 
• perceived as reliable. While you cannot be expect^' to .knpw 
^ all- the aii5wers-to orien questions new group members 

. will have/ ybu can at least be expected to^ provide 
^traightV unan±>igubus ajiswers. Grbup -members ' trust, for* 
/you is J.i^c^iy to be formed on first imprfesibhs^ aiid if 
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the first imprQSsibh yields Ibw; trusty it is very difficniLt 
to rebuilds . In the early stages of a group's life, it is 
in^rtaait for you to take special care to; 



Be on time 



Be careful' hot to in^se hidden agendas bh 
group- members ■ 

Make realistic statements about your expectations 
for "Uie group . " , 

Show that you take the group seriously 

Shbw ti^at you have hbpi for the group 

^ Ccirefui planning for tiie -first few groiip 'meetings can 
have a strong ^effect on people's willingness to participate. 
Some specific things you can do are: V 

• arrange for a^coDifbrtable ^ace for the meeting 

- ■ j# ■ Be sure you havfe access— key s~to "tte meeting ■ ^: 
; ^ . ' place' ■• - ' . . * 

• . Know where restrooms..^d drihJcing water ar^ 
•Make sure chairs and tables are available 

• . Have a Ji equipment ready ~ enough of it 
If possible, arrange for refresfimtsnts : 
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• Bi£ild an agenda -^at includes 
' ' - • time, f or people to get to know each other 

- ; . activities that will give the group an 

% immediate sense of acccanplishmeht ; . ' 

- _a^ review of accomplisbments and a discussion: 
*of nSct steps 

• Know and b0 able tb ea^lain the purpose of t^ie 
. , group kjQ sii^i^ language 

In addition to helping a group get briehtod emd ■ .. . 
ccanfortafaieir you can help the group establish operatii^ "^"^^ 
TOrmSi . You Cctn do a great deal to st^rt Siings -pff ri^it ' 
by setting an;exanipie for staying on the ageiida~or if ' ' 
^ mbc^f ications' need t^^^ for negotiating - agenda ^ ^ 

^haiiges with the group. It may be hece5sary-tb checfc 
/grbu^) ineml^s to see whether anyone is cohfiised. You can 
ilsb ehcoTirage pebp^^ spectk their minds > and ta make 
ttnique aiid imaginative, sugge^sfci^ons about how to do a task 

? you- do ^ese ^i^cps) tiiere is ^ 

much greater iikeiifaobd that the grotjp wiji develop tiie 
confidence to define and solve its own problems; 

Soon grovj? norms ^ if th^ are clearly established.^ will 
be tested or challenged by one or more group members. „ 
Though it may seem disjruptive/ this kind of cKallehgirtg is 

-part of a process of "development that groups go through. 
If yOu face ^p to it, the cdiallenge will in Se end produce 
more effective "and meaningful norms i You need to be 
prepared during the time\ that leadership is jgiallenged not 
to react defensively , ' even though yoti may -feel, a personal 
^challenge. On the other hand, you needn't singly ii^ back 

I and wait to get trampled. - She ciiallehge to leader^iip isN 
a. chance to share leadership > as will bi ' discussed in the 
next section. 



■ : ^: ^ - i ^ , 

"itetiver guiding fxmctions of groT^ leadership are most 
usef taiiy practiced during ttte "Forming" or beginning phases - 
of a group's life. But since dependence on the leader 
characterizes the first stage ^, it follows that if you persist 
in the guidaik:e function r the^ group tends to r^aiain dependent 
and therefore in ah early stage of developments When group 
members do not have a sense of deveio^ent, tite^ eiSier get 
frustrated and guitr or get frustrated and s^otage you, or 
get feustrat^^^d just sit there. - 

SHARING LEADERSHIP . . ' . 

. As OTggested above, seme grot:^) leaders, ^en •tiieir' 
' leadershSp is challenge, react defensively and try to keep 
the readership rofe entirely- themselves. Befcre we too 
jbagtily ;Cp;Sdmn thCT. f b±r ;beih5;UiSiQnbcratiCir it -shctuld be^ : ; 
: |>binted%^ tJiat f roi^ mCTflier^ all. too . freqtc^tiy.; encourage --^ ' 
and support ^bup leaders for hot sharing ieadershipi SOTe, 
re^TOns for^titiis are easily found: If Sie group, fails, the 
leader c& be biamed; 'it entails a ,g?reat destl of risk f <fr 3 
;^roup meinber to take a' leciderjships^ie; many people in 
citizens' groups * are busy ^ a^^ do nofc^ readily accept roles 
tjiat defhahd ukare .time of them. ^ 

But there are substantial benefits. to be derived Trcm 
sharing leadership: \ 

^ ■ . ' . ^ - \ - . - ■ ■ : . ■ ^ 

. • . More work can be done- 

. '■ \ ^ . ' ■ . ' ■ .. 

• Group resbxirces are ea^coided 
, • ' People feel greater investment in the group 

• A feeling /Of equality develops among members 



You can promote shared leadership by building • ^ 

leadership skills in other grpup members and by sharing 
decision making, . ; . 



BUILDING LEADERSHIP SKILLS IN OTHER GROUP MEMBERS 

One of the first things you can do: to assist oSiers 'in . 
acqt.tir i tig leadership skills is to combat toe expectatibns^^■''^ 
that may be present for- not-sharing leadership. This cai; 
be done in small r iihol>trusdve ways. When someone makes a ' 
ST:^g^tioh> you can see whether that person is willing to ^ 
follow on it: you should not automatically the oriey;.: 
to follow -op on a suggestiono If thp 9^oxsp is ismali - - 

enough> you can perhaps arraijige for every member to do 
sane thing iii pr epar atio;i for: eaqh meeting • Perhaps ._ one 
member will bring refreshments^ a ^ebbnd will provide* "^r ■ 

..iirahsportatibri^ a third"- will ari^nge far the meetii^_ room . . 
and a. fourth will prepare a suninaary of the minutes for -the , 
g^ast Siree months i . jfariother^ member may voiunteeS" to be. . . - 

. recorder, and yet anotixer to be a process observers Siese: ^ 
people ^hould be given credit: they need to know thatr the ' * % 
group disjgends on them. ; It*s not as a personal favor to 
you that they do these things; it is iii bSder to create and 
sustain the group. - :' . ~^ -■. 

Between meetiiigs -, most of these functions may be - 
rotated^ It is not, however, normally cbnstroctive to' 

rotate the leadership role at each meeting; iiiftead a . 

chairperson or -convener ^should serve long enough to get : ^ 

comfortable with the role Then it may be "passed on to 
someone who would l|.ke to develop leadership skills. 

You wilL of ten need to help persons learn hew rb^es, 
such as convener, process observer and recorder^ and so - ^ 

you may wish to develop a list of things conveners of ^ 

recorders typically do. ,a sample appectrs. on the following, 
page. • * ' : . • 
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Riverd£d.e Sciip8l Commtmity Group 
The Convener of the Riverdale S<dao61 Gonm^^ Group... 

• is selected every ^six monSs. / . 
^ is a person wBxi^\^B task 

• • begins the meeting - \ . , 



buxids an agenda after getting suggestions for 
agCTda it^s frcm groi^ mCTbers . 

inonitarS progress through the agenda to make 
sure the group - stays \pn titrte 

is flexible \^ 

maKes. suri decisions are recoi!^ed - 



• makes sure jio' one is railroaded 

makes suz 
to speak 



• makes sure evea^bhe who wants to , gets a ciiaiice 
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'Figure Is. Sample Helpshefet' for a Convener. 



You and your grdixp shooild^ of 'coxzrse^ build your own 



iis^ that is apprbpfiate.to your, specific situation. \^ 

; 'findther ty^ of activi^ tiiat lends its^f ^tb shared 
leadership in ^ grdup is leadership of task forces^ 
Helbsheet similar to Figure 1 caii be prepared for leaders 
ahd^eahbers of tas^foruces. ' ' ^: . - \ 

■ " • ■ ■ ■.V ■ ■ ^: 



As pec5>le see o;thers liJ&eVtheinselTC^s 
s^tiie nbra "^blimt^ering ^f^^^ will develc^l - 



SHARING DECISION MAKING ; . r " - , ; 

.Along yd.th developiiig^ the leaSerghip role in grpu^. • 
meaHers, Mother effective is ^ ^ 

through, sharing or delegating decision makiiig. Agstirir^ the: 
* place to" start is with expectations of ■ group membearsy' since 
Y^ny . times the^ ?^??P_^^i expect you to loaake decisions .f or. 
xti You need: to help lAie group ?laiize th^t t^06e_dTC^^ 
in whidh eWryone has a^J^ake have k much greater ; chance of 
^cceeding. -x * \ ' 

It can haji^h that when a groi^) becomes very sTd. lied at 
•making decisions y top much^iTne is teikeh with decision 
miking because the group fiei^ that wery .decision must be 
inade by the .groypv 02: else .it'is faiigig to . . 

■ "Group Decision: MaKin^*"; You can heip^ "Gie -^oj|>^came to 
drealiz^ t^at every' decision .i§[ of such dmportance tiiat ^ V 
it' ^s" to take up the entire group^^s time. In every^ ^ , , ♦ 
gr6^^^^ there are probably decisions i which are best Jnade by-S 
indiviSiais or smcU.1 /groups . For exampi^^ each in d i/vidttal . . 
' ; makes ttie decision better to attend ahy specific meetir^.. ; - 
Anotiier' example involves a cc Hn i umti ty groi^ that wrai^led for 
two hours -on the issue . 'of ^e&er or not an exto 
Should be held during-' a 'particular . mon-fli^ Hetd a ' task f orce^ 
beeii delegated to study the problem and jlgJce^ a recommendar ^ 
tioh to the whole group ^ time wou^^aVe been xmiq^ more 
^erficieh'tly iised. : 1 * v * - 

to ea^ way tQ fiSd out wfro should make decisiohs in a 
53:015? /is' to help tiie ^ot^: .Suiid a chirt such as the one . 
:in . Figure 2,. on the following page. V . * ^ 



t^pe^ of Decisibh 



: Adopt Agenda 
' for' Meeting 



Riverdaie Schooi Communis Group ' 
Decision-Making Analysis 

Persbh/Grbi:g> Who Shotild Make Decisions^ 
, Individuals : #r-r^ - 

/ Whole Grovp 



Site Selection for 
Furid-Raisers 

Goals for Ye^" 



Recoiamendatidns to 
Schob^ Board: . 

- ; Problems 
, Solutionis — 

• ' Plans 

Gperatijig Prbcedtares 

of Speci( 
Kbles: 

Prbcess Qbseryer 

- / Recorder 

5/75 ' ^ . 



Task Force 



Wioie Grbiip on Reccxnraendation of -. 
T^sk Force . , ' 

Whole Group oh Recbinmehaati_on of 
Task Force' . ^'^'l;-, 



Whole Gr 015) : 
Irdividual Vbluhteers 




Figoie 2: 



Sag^le Deci^ion-M^kihg Aiiaiysife 
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Sh^^di^^ecisjoh making can give the work of task 
f drees added fi2pcir^ l£ a t^sk force ±^ allowed to • 

develop its .o\m proc^ed^S^ do its own wprk aiid reach 
its own- decisions, ..it wil3>i^;i^^ likelihood be a fflore ■ . 
effective body^ . ^ 

Jlt.-the^samer^iiner take its 



toll on. you as a group leader^ -As g^bu|> meiSers' Become 
more- and Jac>f.e self ~ijiitiat^^ and interdependent, you .m^ . 
feel you have i^ss and less of a i-ole. But ;tiiis need not - 
be tiie C5sei ©le a^adership role can j:hange to on0 of 
managing the* work ^ of task forces. Thia* lead&- can begin to ^ 
serv^e as a resource of aii "answer person." 

Everyone wiil benefit S^ moze' gets done in less time .gith . 
a more ecjiiitably dis^ workload i - ■ 

• .One other '«^r;d'^on shared^-decision makings Just"as it 
is unre^istic to think tiiat pne person should make all 
decisions for ^eryone else, *it is just as ^unrealistic to 
think thart^ all JJ^cisidns Vari be sh|u:ei or delegated. .lt_ 
may prd^e beiieficial'Tt6 consider the following aspects of 
shared decision maklrig.^' r . . 

"^v:- • Persons will become involved in shared decision 
. . ^ making vdien t±ie decision is iniportant for ; then, 
*. \^en ^e .decision "has direct consequences -for 
them.^ . . > ' . ■ : ; 

' . ■ ■ . . ■ ' * . ■ ■ - ■ • ■ . ■ ■ 

* . m '-... Persons . will become involved^ in shared depisipn • . . 
making when the decision to be made is within 
their scoge." of experience and scope of cdmpetendei 



Persons will become involved in shared decision 
leaking when 'their acceptance of the decision 
determines the degree of impieaentatibni For 
exanjple, -if - you attempt to gatJier information . 
oh meeting ey^uation forms without consulting 
group niembersi.; ycKi Will get one of two responses:- 
Ibusy or 'liond.* ^ . 
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SUMMARY. 

In iilis bc^klet> ^oles and functions*" of coi nmun i^ qiox^ 
leadership J^ve been pJeseirt^, aioi^ wiSi- suggestions about 
hqw to carry out tte ieadearship role in ways that pfcnidte 
accoinplishment and pr j^e on the part of group members. The 
-group leader is seen ai§ a person who g^lides a group through 
certain stages of deveiopnent^ and also as a person wlibl "can 
wrk actively tcy stimulate the development of leadership, ^ 
skills in others. , The encouf agCTieht of leadership skills in 
olSers is. one of • Sie- most inpprtaht things "you can do to help 
overcame apathy towards public participation in i>iablic 
affairs. ' ■ 



16 



, . V^^ti ^apted from John E. Jbhes and -J. William PfeiffeTi 
The"l^75-^mai Hmdbbbk ^f or .Group Fatilitatbrs, - La Jblldr 
California: Universi"^ Associates Publishers ^ Inc. r 1975^ 
f^. 63-67 and pp. 138-i39, - ' . 

* - 2. Edw^h M. Bridges, fi^Model— for^ S h a red Dec isi on . 
Making in the Sctibbl Principalship> St^ <arinr Missouri: 
eentrai Midwestern Regional Educational Laboratory r 1967. 



if tfie duties of your posftiori coll for coiTTmyriicd^^ with the public or others 
in th^ field of edupotion, I^SPRA membership is q must for ybu^Cwrrent^^^^ 
bers iridude superinte^denls^ ossi^nt superinten^n'S^ cornrnunity/pu^ 
relotibns spedolists, phndpds, do^rbbr^^^ professbis orid 

students. : • ^ z^ - / ^ : 

NSPRA Produces, Services and Acfivities, ' 



EDUCAnoNu.s.A. : ;^ 

The weekly educarion newspaper that provfdes 
up-rcKjdre coverage df legisidridn, educd{ic»i 
research •Qhdn^^ regiohoj vel- 

apmeots. Ifs your finger on_rhe pulse r^e ' 
hotibnwideed Price $42 per year 

C52issoes): ' 

IT STARTS IN THE CLASSROOM. . 

A monthly newsletter published nine rimes dur- 
: iO§ the j^hpqr year rhof s fulj _pfrips and fechr 



workshops; ; 

Conducted by ,NSPRA'six[ff^members and 
trained cbnsulranS,' the staff develbpinjefir in- * 

In your communlqarion prpgrqnn: Whether it's . 
cbrrimunicdfih^ with p^^ imp?bvihg 
building level communlcati0h/M3PRA work- 
shbfjs cdfV'heip: Price subjetr tb special quota- 
■ tion. . ; % " ' . - 

SPEClXlRUBUCW^ 



niques that can improve cqmrnanications in Each year NSPRA produces timely speciol^bli- 



yoLU^ district. Ah ihfprrndtibh citedringlhause for 
-prcrcricing educators. Price SIS per year (9 
•issueiJ. . • >. V • ; 

EN^WmON SERVieE^ ; ^ ^ 

Tlis^speddl cohtrdct service is qvdlfable ib pi 
vide indeprh "analysis, of a school distria'scorp- . 
rrjuhiCQfibn progrprn and specific recbmrrien- > 
dqriqhsfcr jmpro^ Rice* subject fd spe- * 

ciol quotation. 



cqfibns qhd dudib visual nioterialsiSn topics of 

- minjstratbrs -^ like'educcftiag the handicapped, 
budget and firion^^^ dhd irriprbvi hg public cbn- - 
Mence in education. Write fcs^cotalbg and j5rice 

-list. .S- \ - ' ' ^ 

LDClALCHAPrERS. - ; j * ^ - 

!^§PBAil<^ ?^*iHapfeR whichphDyld^dn pppbr- _ 
runity for informdtion_exchange, dnd. profes-^ . 
• sibpdldeN^ibprneht/CDueSvary)' \ » ' y 



OTHERAaiyiTIES.: /I : . 

Include representation at mqj^or edocorioh con- 
\, -'^r^'^fs; sppnk)rshlp of the Gdden Ke>^ Awajd 
presented anndaliy by the NSPRA president anS 
. ah bnhua! pu6licatibns cbht^st far schbbls and 
cqHeges. • - ' _ * : 



lb brder'bdditioriQl^titres^^i^ or tb obToiri infiprmdtioh qbbut oth^ 

. NSPI^ pitsducts^q^^ cdnrocr: ^ . ^ < 

NQtrpHol ^hcxjTPybOf Reldtions Assbciotlbh / * -/ ^ 
1601 fcferth Moore Stiver- . v - ! ^ ; , 

AHrngtbh, Virginid 22209 \ - ' : * - ^ 
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